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Abstract 
In today' s environment, one way to retain people is to have fully engaged employees. A 
correlation study was conducted to examine the relationship between job satisfaction and 
employee engagement among Social Security Administration (SSA) employees. The Federal 
Employee Viewpoint Survey (FEVS) is a tool that measures employees' perceptions their 
agencies. Pre-existing data was collected from the FEVS provided by the Office of Personnel 
Management (OPM). The purpose of this quantitative correlational research study is to 
determine the relationship between employee engagement and job satisfaction at SSA. The 
outcomes of this study provides knowledge regarding job satisfaction, which leaders can 
integrate into recruitment, training, and development processes. Correlation results showed that 
job satisfaction and employee engagement were positively related. 
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Chapter 1 
Background 
1 
Social Security benefits have an integral part of so many lives of U.S. citizens. These 
benefits are one of the most important sources of retirement income. The need for social 
insurance started with the coming of the Industrial Revolution. In preindustrial America, most 
people lived on the land (and could thus provide their own subsistence); they were self-employed 
as fanners, laborers, or craftsmen, and they lived in extended families that provided the main 
form of economic security for family members who could not work. The Social Security Act of 
1935 is one of the most important pieces of legislation in American history. Passed during the 
depth of the Great Depression, it created a variety of programs to serve citizens. Social Security 
provides a form of income for workers. The Social Security Administration (SSA) is an agency 
of the federal government that administers retirement, disability, auxiliary, and survivor benefits. 
Social Security is more than just a retirement program. The Social Security Administration 
(SSA) is headed by a Commissioner, followed by Deputy Commissioners, then Regional 
Commissioners, Area Directors, Section Chiefs, and first-line supervisors. It has a staff of almost 
60,000 employees. SSA's central office is located in Baltimore, Maryland. The agency is spread 
out throughout the country to provide services at the local level, including ten regional offices, 
six processing centers, and approximately 1 ,230 field offices. There are two additional 
processing centers in the central office. 
With the increase of beneficiaries and applicants for Social Security benefits, the agency 
has to have the staff to serve the public. SSA has a centralized organizational structure. 
Centralized organizational structures rely on one individual to make decisions and provide 
direction for the organization. Centralized organizations like SSA can suffer from the negative 
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effects of several layers of bureaucracy. These organizations often have multiple management 
layers stretching from the top down to frontline supervisors. One of the objectives in SSA' s 
Strategic Plan is to provide an environment where employees feel empowered, safe, included, 
and engaged in the shared direction of the agency. According to the U.S. Government 
Accountability Office, a significant amount of SSA employees are in the baby boomer 
generation, which means they are near retirement age. Staff retirement will become a growing 
issue for the agency because it can affect the efficiency of programs, goods, and services 
provided by SSA. The importance of embracing employee engagement and job satisfaction 
within federal agencies such as SSA has been widely recognized in the "people and culture" 
portion of the President Obama's Management Agenda which emphasized the need to develop 
and sustain an engaged, innovative, and productive federal workforce. 
2 
Organizational leaders and human resources specialists within the federal government 
face challenges with employee engagement and job satisfaction. These challenges usually 
originate from organizational changes internally and externally. Although change is constant and 
continuous within organizations, leaders must be able to manage change to minimize decreases 
in employee motivation. The federal government's role is to implement programs that support 
the public by providing needed goods and services, therefore it is essential that the programs are 
operated by engaged and knowledgeable federal employees. 
Office of Personnel Management's Definition of Employee Engagement 
A common definition of employee engagement is a necessity to establish a common 
understanding of what employee engagement is and determining what the Federal Government 
can do to foster, increase, and measure employee engagement in its workforce. The Office of 
Personnel Management (0 PM) established a group to formulate a definition of employee 
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engagement. The group used a process that incorporated research and feedback from 
stakeholders and technical experts. OPM's definition of employee engagement is: "The 
employee's sense of purpose that is evident in their display of dedication, persistence, and effort 
in their work or overall attachment to their organization and its mission." The implementation 
and use of this definition help ensure agencies such as SSA are consistently promoting, fostering, 
and measuring employee engagement. Employee engagement is related to many important 
individuals and organizational outcomes including retention, motivation, and productivity. It is 
also a strong predictor of both job satisfaction and organizational commitment. 
Office of Personnel Management's Definition of Job Satisfaction 
OPM's definition of satisfaction is a combination of employees' satisfaction with their 
job, their pay, and their organization, plus their willingness to recommend their organization as a 
good place to work (Office ofPersonnel Management, 2011). 
Employee engagement has taken a significant role in organizations as an important topic 
for better employee and organizational success (Robinson et al. 2004: 8). Employees are the 
backbone of an organization. Studies have shown that employee engagement is a key indicator of 
organizational performance and productivity. Employee engagement is also a key factor in 
determining organizational success and failure. It also has a significant impact on work 
performance. 
In recent years, the importance of fostering employee engagement within the federal 
government has been recognized among researchers and agencies like SSA. For example, one 
study found that engaged public sector employees are: (I) twice as likely to stay in their current 
jobs, (2) two-and-a-halftimes more likely to feel they can make a difference, and (3) three times 
as likely to report being satisfied in their jobs (Taylor, 2012). Also, as highlighted in the "people 
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and culture" portion of the President Obama's Management Agenda, the need to unlock the 
talent of today' s workforce and building a workforce needed for the future is of utmost 
importance. To address this goal, it is important that SSA make employee engagement and job 
satisfaction a priority. 
4 
Senior leaders are continually in need of methods to retain high potential employees and 
improve employee morale and productivity. Factors such as disengagement may occur because 
of the increased demands placed on SSA employees. Disengaged employees may not be as 
committed and motivated. These behaviors can result in employees being less productive and 
only working to complete the minimum requirements for acceptable job performance (Bakker et 
al. 2008; Towers Perrin 2009). Although employee engagement may not be the only predictor of 
turnover, engagement may help in identifying and predicting long-term successes including 
employee job satisfaction. 
Problem Statement 
This study focuses on the relationship between employee engagement and job satisfaction 
in the Social Security Administration. There is limited research regarding a connection between 
employee engagement and job satisfaction within specific federal agencies such SSA. It will 
analyze whether SSA finds its employees to be better satisfied with their jobs when they are 
engaged. One of the goals of the Strategic Management of Human Capital (SMHC) initiative 
was to increase job satisfaction among federal employees (U.S. Office ofManagement and 
Budget, 2002). This research aims to fmd the relationship between employee engagement and 
job satisfaction in the Social Security Administration. The results from this study can be used to 
develop policy, programs, and initiatives to increase employee engagement and job satisfaction. 
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Drawing on academic literature, I hypothesize that employee engagement has a positive effect on 
the job satisfaction of SSA employees. 
Rationale for the Study 
There is significant research regarding the study of job satisfaction and employee 
engagement. However, there is limited research regarding the correlation between employee 
engagement and job satisfaction within specific federal agencies such SSA. Several research 
studies revealed a positive correlation between employee engagement and achieving positive 
business outcomes (Gallup, 2013; Goel, Gupta, & Rastogi, 2013; Harter, Schmidt, & Killham, 
2003; Macey & Schneider, 2008; Musgrove, Ellinger, & Ellinger, 2014; Quantum Workplace, 
2009; Rana, Ardichvili, & Tkachenko, 2014; Shuck & Reio, 2011). Highly engaged employees 
result in an 87% decrease in turnover (Houlihan & Harvey, 2014). However, despite research 
highlighting organizational activities designed to support employee engagement, 70% of 
employees in the United States are either only partially engaged or fully disengaged (White, 
2014). Additionally, disengaged employees cost organizations over $300 billion per year in lost 
productivity (Strom, Sears, & Kelly, 2014). 
In 2006, the U.S. Office of Personnel Management (2006) projected that 60% of federal 
employees would be eligible to retire within ten years, including 90% of senior leaders. The U.S . 
. Office of Personnel Management estimated that 40% of federal employees would retire at the 
frrst opportunity. In 2008, the Government Accountability Office estimated that 33% of2007 
federal employees and over 60% of leaders would be eligible to retire before 2013 (Bovbjerg & 
Goldenkoff, 2008). Bovbjerg and Goldenkoff (2008) predicted the labor force growth rate would 
decline by 80% by the year 2025. Agency officials must retain critical knowledge, and skills and 
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the federal government must have engaged employees (Rutzick, 2006; U.S. Office of Personnel 
Management, 2006). Due to the large number of the current workforce going into retirement, it 
is important that federal agencies focus on employee retention by engaged ensuring employees 
are satisfied with their jobs. 
6 
The purpose of this research is to study the relationship between employee engagement 
and job satisfaction. This study evaluates the degree to which the employees' engagement was 
influenced by job satisfaction working within a government structure. An understanding of this 
relationship would make it possible to provide organizational leaders with knowledge that may 
assist in developing better job designs, higher motivation, and job satisfaction. Additionally, little 
data has been produced in researching SSA employees and their level of job satisfaction. The 
proposed research examined job satisfaction in SSA and the factors related to employee 
engagement. The findings enabled the agency not only to identify the existing strategies that 
have succeeded in promoting employee engagement but also to formulate new strategies to 
improve engagement. The findings are of value to the organization and willl also contribute to 
the existing literature on employee engagement in federal agencies overall. 
Theoretical Framework 
Scholars suggest that employee engagement does not occur or operate independently. 
Some concluded that engagement acts as the end goal, while the other end is a means to a goal. 
However, some conclusions draw on engagement as more of a means to a goal such as job 
satisfaction. Therefore, with engagement, the employee must be committed to the work. The 
concept of engagement started with Kahn ( 1990). He assumes that employees become engaged 
when three psychological conditions or needs are met: meaningfulness, psychological safety, and 
availability. Kahn's approach to employee engagement assumes that when the job is challenging 
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and meaningful, the environment at work is safe, and resources are available, their needs are 
satisfied and engagement is likely to occur. The concept of employee engagement was re-
developed later on by the Gallup Organization (2002). The Gallup Organization's defmition 
incorporates the concept of job satisfaction (Locke, 1976). 
Significance to the Field 
The main benefit and significance of this research is for SSA to determine the variances 
of employee engagement and job satisfaction and using it to assist in formulating policies, 
building systems and structure, and sustaining an appropriate organizational culture. 
Additionally, organizations will gain knowledge about levels of engagement and how it affects 
job satisfaction. Leaders and employees will become more aware of themselves and their 
responsibilities toward organizational success while creating a culture that motivates. A 
significant influence on employees is the nature of leadership style they experience which 
requires a transformational leadership style. Therefore, the study is of real significance to every 
leader within SSA. It will provide a blueprint for engaging employees to attain heightened job 
satisfaction. According to Don Wicker (2011) "To the worker, job satisfaction brings a 
pleasurable emotional state that often leads to a positive work attitude and improved 
performance." 
7 
The data from this study provides employees and SSA leaders with information that may 
contribute to the engagement of workers. SSA leaders can use the results of this study to develop 
resources, programs, and techniques designed specifically to increase employee engagement. 
The data from this research advances the body of knowledge regarding the role of employee 
engagement as a contributor of job satisfaction within federal agencies such as SSA. 
SSA Employee Engagement and Job Satisfaction 8 
Limitations 
Although there is a significant amount of research regarding employee engagement, there 
are few studies investigating the connection between the independent variable, employee 
engagement, and the dependent variable, job satisfactio~. The study evaluates the relationships 
between variables utilizing the following conditions: work experience, agency, work unit, 
supervisor, work/life balance, and job satisfaction. 
This study examines the following research question: 
What is the relationship between employee engagement and job satisfaction within SSA? 
The research question yields the following hypotheses: 
HI: If the perception of the employee's work experience is high then job satisfaction will be 
high. 
H2: If the perception of the employee's agency is high then job satisfaction will be high. 
H3: If the perception of the employee's work unit is high then job satisfaction will be high. 
H4: If the perception of the employee's supervisor is high then job satisfaction will be high. 
HS: If the perception of the employee's work/life balance is high then job satisfaction will be 
high. 
The purpose of this study was to identify if there is any significant relationship between 
employee engagement and job satisfaction in the organization. The independent variable in this 
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research is the working environment in which the employees are working within an organization 
(employee engagement), and the dependent variable is the job satisfaction of employees. 
Working environment includes the working hours, job safety, job security, the relationship 
among employees, esteem needs of employees and the influence of top management on the work 
of employees. 
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Literature Review 
This literature review explores more in-depth the concepts of employee engagement, job 
satisfaction, Social Exchange Theory (SEn, Self-Determination Theory, Maslow's Hierarchy of 
Needs, and Kahn's theory. The literature review examines the various definitions, theories, 
establishing the relationships between employee engagement, and job satisfaction by 
determining how the results will promote understanding of how employee engagement effects 
job satisfaction. 
Employee Motivation 
People have different needs and are regularly competing. Everyone has a different 
combination of needs because people are driven by different motivators. If organizational leaders 
can understand and predict employee behavior, it is important for them to know what their 
employees want. Employees used to be considered just another stimulus of the production of 
services or goods. What possibly changed this mindset about employees was research conducted 
by Elton Mayo called the Hawthorne Studies (Dickson, 1973 ). The study found employees are 
not motivated by money alone and that employee behavior is linked to their attitudes (Dickson, 
1973). The Hawthorne Studies initiated the research into the needs and motivation of employees 
(Bedeian, 1993 ). Motivation has been defined as: the psychological process that gives behavior 
purpose and direction (Kreitner, 1995); a tendency to behave in a manner to achieve specific, 
unmet needs (Buford, Bedeian, & Lindner, 1995); an internal drive to satisfy an unsatisfied need 
(Higgins, 1994); and the will to achieve (Bedeian, 1993). Five major approaches that have led to 
our understanding of motivation are Vroom's expectancy motivation theory, Adams' equity 
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theory, Maslow's need-hierarchy theory, self-determination theory, social exchange theory, and 
Herzberg's two-factor theory. 
One of the earliest researchers in the area of job redesign as it affected motivation was 
Frederick Herzberg. Based on his survey, Herzberg found that employees usually described 
satisfying experiences as factors that were intrinsic to the job itself (Pepe, 201 0). These factors 
were called motivators and included variables such as achievement, recognition, the work itself, 
responsibility, advancement, and growth (Pepe, 201 0). On the other hand, dissatisfying 
experiences, called hygiene factors, stems from extrinsic factors, such as policies, salary, 
coworker relations, and leadership styles (Steers, 1983). Vroom's expectancy motivation theory 
(1964) is based on the belief that employee effort will lead to performance may be either positive 
or negative. The more positive the reward, the more likely the employee will be highly 
motivated. Conversely, the more negative the reward, the less likely the employee will be 
motivated. Adams' equity theory (I 963) states that employees strive for equity between 
themselves and other workers. Equity is achieved when the ratio of employee outcomes over 
inputs is equal to other employee outcomes over inputs (Adams, 1963). Motivation is defmed as 
a "psychological process that causes the arousal, direction, and persistence of voluntary actions 
that are goal oriented (Mitchell, 1982, p.81 ). Motivation as defmed by Robbins, 1993 (as cited by 
Ramlall, 2004 ), is the "willingness to exert high levels of effort toward organizational goals, 
conditioned by the effort's ability to satisfy some individual need." 
Vroom's Expectancy Theory 
The expectancy theory argues that the strength of a tendency to act in a certain way 
depends on the strength of an expectation that the act will be followed by a given outcome and 
on the attractiveness of that outcome to the individual (Robbins, 1993). Expectancy theory also 
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states that motivation is a combined task of the individual's perception that effort will lead to 
perfom1ance and of the desirabili ty of outcomes that may result from the performance (Steers, 
1983). Although there are several forms of this model, Vroom in 1964 developed the formal 
model of work motivation drawing on the work of other researchers. Vroom' s expectancy theory 
assumes that the "choices made by a person among alternative courses of action are lawfully 
related to psychological events occurring contemporaneously with the behavior" (Vroom, 1964, 
p. 15). 
Maslow's Need Hierarchy Theory 
According to Maslow (1 943), employees have five levels of needs: physiological, safety, 
social, ego, and self-actualizing. Maslow argued that lower level needs had to be satisfied before 
the next higher-level need would motivate employees. Maslow' s defining work was the 
development of the hierarchy of needs. 
Stabilrty. Safety m fami ly. 
society. & one"s o r·ganizacron 
Sur·vival & Bodily 
Comfo rt 
Maslow's Hierarchy of Needs 
Self-
actualization: 
achieving one's 
full potential, 
including creative 
activities 
Se lf-fu lfillme n t 
prestige on~sT::i;~ ~f:~~:mplishme~t Psycho log ical 
need s 
Be longingness and love needs: 
intimate relationships, friends 
Safe ty needs: 
security, safety 
Physiological needs: 
food, water, wonnth, rest 
~~d, 
~-----
Figure 1 Maslow's Hierarchy of Needs Model 
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Maslow believed that there are at least five sets of goals which can be referred to as basic needs 
and are physiological, safety, love, esteem, and self-actualization which can be seen in Figure I. 
Maslow (1943) stated that people, including employees at organizations, are motivated by the 
desire to achieve or maintain the various conditions upon which these basic satisfactions rest and 
by specific intellectual desires and that humans are a perpetually wanting group. Usually the 
satisfaction of these wants is not mutually exclusive. The average person is most often partially 
satisfied and partially unsatisfied in all their wants (Maslow, 1943). The implications of this 
theory provide useful insights for managers and leaders into how to meet employees needs. 
Maslow's theory of the hierarchy of needs is one of the most highly recognized 
motivation theories. Maslow developed his theory based on people reaching self-actualization 
through completion of each of the five stages corresponding to human needs (Maslow, 1943). 
Maslow's hierarchy of needs theory assumes that all people behave in the same way. Maslow led 
the way for further scholarly study in various fields including psychology (Jackson, et al., 2014). 
In a study of salespeople conducted by Issa, Almad, and Gelaidan (2013), the results supported 
Maslow's theory of an employee's need to meet physiological needs before seeking other needs 
such as acceptance, love, and self-esteem. 
Self-Determination Theory 
Self-Determination Theory (SDT) is a theory of motivation developed by researchers 
Edward L. Deci and Richard M. Ryan. Self-determination theory suggests that people are 
motivated to grow and change by innate psychological needs. Miles (20 12) states that when 
people satisfy their basic needs, then they tend to have higher levels of performance, health, and 
well-being. People are usually concerned with motivation and want to know how to motivate 
themselves or others to behave or act. The hypothesis is that people have three basic 
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psychological needs that are necessary to have optimal growth in performance which includes 
competence, relatedness, and autonomy. Competence is the ability to use skills to do a job 
efficiently and effectively. Relatedness is the connection between two or multiple subjects. 
Autonomy is described as being free or independent of external factors. 
14 
Self -determination theory explains that there are two basic types of motivation: intrinsic 
and extrinsic. Intrinsic motivation suggests that people engage in a certain activities or behaviors 
because of internal factors and are more likely to sustain the behavior. Extrinsic motivation is 
driven by external forces that motivate individuals with a reward. Once the opportunity of 
reward is taken away the motivation is gone. 
One weakness of the theory is that there are only three psychological needs. There 
possibly needs to be more based on other theorist's needs such as Maslow's hierarchy of needs. 
A strength of the theory is that it considers that there are different motivators for behavior and it 
brings light to the fact that they do not affect individuals in the same way. According to Miles 
(2012), the theory has been criticized for focusing on too much on the positive side of life rather 
than incorporating the negatives. It has also been criticized for assuming that the theory can be 
applied to everyone. The theory does not consider how people prioritize their needs and it 
suggests that human behavior is independent of external factors. A manager will need to consider 
the outcome of which type of motivator they use with their employees to keep them engaged 
when facing challenging goals. 
Social Exchange Theory 
According to Cropanzano and Mitchell (2005) in the Social Exchange Theory (SET), 
engagement stems from a series of interaction between two parties that depend on each other to 
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achieve a goal. A basic concept of SET is that relationships evolve over time into trusting, loyal 
and mutual commitments as long as the parties abide by certain rules of exchange. Most notably, 
SET examines exchanges in the workplace that occur between employees and employers in the 
organization. SET explains relationships in the organization between managers, employees, 
customers, and suppliers (Musgrove, Ellinger, & Ellinger, 2014). The premise here is employees 
repay their organizations by engaging. Employees will engage on different levels according to 
the volume of resources they receive, which indicates a two-way transaction. As individuals 
receive benefits that meet their needs or satisfaction, individuals feel obliged to reciprocate 
through intangible actions (Alfes, Shantz, Truss, & Soane, 2013). Employees work harder, have 
higher levels of commitment, increased motivation, and improved performance when they feel 
that the employer cares about their welfare, values their feedback, and is supportive (Jacobsen & 
Andersen, 2013; Slack, Corlett & Morris, 20 15). The exchange of obligations and interactions go 
further than the leader and follower but also from peer to peer. 
Social exchanges are the foundation of productive relationships within the organization 
(Casimir et al., 2014). Positive exchanges between members of an organization may support an 
individual's employee engagement levels. Increased interactions result in higher levels of trust 
the longer individuals remain in the reciprocal interdependent relationships (Musgrove et al., 
2014). The Social Exchange Theory does not distinguish or limit interactions only between 
individuals but also includes groups and formal organizations (Jacobsen & Anderson, 2013; 
Musgrove et al., 2014). The theory further explains it is difficult for employees to vary their 
levels of performance when performance is used as the basis for payment and other 
administrative decisions. Employees are more likely to exchange their engagement for resources 
provided by the organization, which shows the variation of engagement between employees. In 
SSA Employee Engagement and Job Satisfaction 16 
these contexts, this study seeks to understand the relationships or employee engagement factors 
influenced by job satisfaction. 
Studies of employee engagement use the Social Exchange Theory to highlight the 
relationship between employees and employers. The two major interactions of SET are economic 
and social. Financial transactions are more contractual with explicit terms and monetary rewards 
(Agarwal, 2014; Casimir et al., 2014; Slack et al., 2015). Research suggests that a varied range of 
positive behavioral work-related outcomes results from employee engagement (Alfes et al., 
2013; Musgrove et al., 2014). Becoming emotionally, cognitively, and physically bonded to the 
organization is an outcome of employees engaged in their work. Workers with higher levels of 
emotional intelligence may have frequent positive exchanges that may improve employee 
engagement. 
Frederick Herzberg's Two-Factor Theory 
Herzberg (1964) identified two different categories of needs: hygiene factors and 
motivators, which are independent and influence behavior in different ways. Motivators or 
intrinsic factors, such as achieving goals, produce job satisfaction. Intrinsic factors that involve 
feelings of achievement, professional growth and recognition not only have a positive effect on 
job satisfaction, but they also increase an employee's output capacity. Hygiene or extrinsic 
factors, such as salary, can produce job dissatisfaction. People that are dissatisfied with their jobs 
are more concerned about their work environment than satisfied individuals that tend to feel 
comfortable with their jobs. Hygiene factor refers to organizational policies, supervision, 
working conditions, money security or interpersonal relations. When hygiene factors are 
satisfied, they will eliminate dissatisfaction, but they have no impact on achieving superior 
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performance (Herzberg, 1964 ). On the other hand, enhancing the motivators will help an 
employee grow and develop. Therefore, hygiene factors influence an employee's willingness and 
motivators affect an employee's ability. 
Psychological capital is a theory developed by Fred Luthans (2007) which can be defined 
as: "An individual's positive psychological state of development that is characterized by 
having confidence (self-efficacy) to take on and put in the necessary effort to succeed at 
challenging tasks; making a positive attribution (optimism) about succeeding now and in the 
future; persevering toward goals, and when necessary, redirecting paths to goals (hope) in order 
to succeed; and when beset by problems and adversity, sustaining and bouncing back and even 
beyond resiliency to attain success" (Luthans, Youssef, & Avolio, 2007 p. 3). Each ofthese 
components of psychological capital has a background in theory and research; can be measured; 
can be developed over time and has a positive impact on performance (Luthans, 2002; Luthans & 
Youssef, 2004). Higher levels of psychological capital are associated with higher levels of job 
satisfaction, organizational commitment, and well-being at work. 
Employee Engagement 
There is a wide unanimity among scholars that the concept of employee engagement was 
first introduced by Kahn (1990) in his article "Psychological Conditions of Personal Engagement 
and Disengagement at Work" published in a 1990 edition of the Academy of Management 
Journal. Kahn conducted a study to understand the psychological conditions that lead to 
employee's engagement in the workplace. Data were collected by interviewing 32 employees, 16 
summer camp counselors, and 16 fmancial professionals to explore how certain job variables, 
such as manager satisfaction, role clarity, and availability of resources affected employee 
engagement. Grounded theory was used to analyze data collected from the interviews and 
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"articulate the complexity of influences on people's personal engagements and disengagements 
in particular moments of role performances" (p. 717). Kahn's framework has been used widely 
as a foundation for studies on employee engagement (Luthans & Peterson, 2002; Shuck, 2011 ). 
Kahn ( 1990) described employee engagement as being "the harnessing of organization 
members' selves to their work roles; in engagement, people employ and express themselves 
physically, cognitively, and emotionally during role performances" (p. 694). For psychological 
engagement, there are two significant dimensions; emotional and cognitive engagement. 
Emotional engagement means having good relations with superiors and peers and experiencing 
empathy for others. Those who are cognitively engaged are aware of their mission and role in 
their work environment. According to Kahn (1990), an employee can experience engagement on 
any one of the dimensions at a point of time. 
After Khan (1990) introduced the concept of employee engagement, there were no 
significant research initiatives to study employee engagement until researchers decided to re-
introduce the concept of engagement. Of the numerous attempts to study employee engagement 
through rigorous testing, some other approaches emerged: Maslach and Leiter's (1997) job 
engagement and Schaufeli' s work engagement (2002). Schaufeli et al. (2002) proposed a new 
definition of work engagement: "a positive, fulfilling, work -related state of mind that is 
characterized by vigor, dedication, and absorption" (p. 74). Vigor is characterized by high levels 
of energy and resilience. Dedication is characterized by an employee being highly involved in 
their work. Absorption is described as having high levels of concentration. 
In their best-selling book First, break all the rules, Buckingham and Coffinan (1999) 
summarized survey results that Gallup had obtained since 1988 on "strong work places" of over 
100,000 employees. Employees' perceptions of such workplaces were assessed with a 
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"measuring stick" consisting of 12 questions. The research study (Buckingham and Coffman, 
1999) revealed some of the critical factors which determine the employee engagement are: the 
employee empowerment, image, equal opportunities and fair treatment, performance appraisal, 
pay and benefits, health and safety, job satisfaction, communication, family friendliness, co-
operation, career development, leadership, clarity of company values, respectful treatment of 
employees and company's standards of ethical behavior. The term engagement is only 
occasionally used in the book by Buckingham and Coffman (1999) that was basically about 
leadership. 
Although employee engagement and work engagement are used interchangeably, this 
study prefers to use employee engagement because it is inclusive of the relationship between the 
employee and the organization. Work engagement refers to the relationship of the employee with 
his or her work, while employee engagement includes the relationship with the organization. 
Employee engagement is related to an employee's satisfaction and commitment to their work 
and the influences on an employee's willingness to work (The Corporate Leadership Council, 
2004; Blessing White; and Smythe, 2005 cited in IJCRM, 2013, p.8). In Bates (2004) study on 
employee engagement, engagement is defined as a human desire to contribute something of 
value in the workplace, which is heightened by the emotional attachment to one's work, 
organization, manager, or co-workers. 
According to Maslach et al. (200 1 ), engagement is characterized by energy, involvement, 
and efficacy, and is the direct opposite of the three burnout dimensions of exhaustion, cynicism, 
and inefficacy. Additionally, Macey, Schneider, Barbera, and Young (2009), defmed 
engagement as "an individual's purpose and focused energy, evident to others in the display of 
personal initiative, adaptability, effort, and persistence directed towards organizational goals" (p. 
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7). Employee engagement also refers to the extent to which individuals invest themselves fully in 
the performance of their work (Christian et al., 2011). Thaliath & Thomas (2012) described 
employee engagement as "a heightened connection between employees and their work, their 
organization, or the people they work for or with" (p. 1 ). Harter, Schmidt, and Hayes (2002) 
define employee engagement as "an individual's involvement and satisfaction with as well as 
enthusiasm for work. Within the literature, employee engagement is also referred to as work 
engagement or workplace engagement (Shuck, 2011 ). 
An implication of employee engagement is that there should be a two-way relationship 
between employees and their work environment. To drive engagement, employers will need to 
provide the right environment. However, it is not only important for the organization to create 
conditions for organizational performance regarding productivity and profitability. The 
conditions must also contribute to employees' overall sense of well-being (Schmidt, 2004). 
Difference Between Motivation and Engagement 
Motivation is different from engagement. An employee can be engaged in something but 
not absorbed in it because they are feeling a sense of having to do something rather than wanting 
to. Motivation is the reason we act; engagement is what we do. Employee motivation is about an 
employee getting something in return for their efforts. Employees are motivated by the 
possibility of getting a cash reward, PTO, or recognition. They can even be motivated to take on 
more responsibilities to get a promotion. Employee engagement is a completely different 
attitude. It measures two basic things: an employee's connection to their work and their effort. 
An engaged employee is going to work toward moving the business to the next level and 
achieving organizational goals rather than just personal goals. Employee motivation is the level 
of energy and enthusiasm an employee brings to his/her workplace. The motivation factors can 
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be intrinsic or extrinsic and vary from one person to the other (Herzberg, 1963). Unfortunately, 
there is no exact science of employee engagement or employee motivation. It is widely 
concluded that engagement involves the extent to which employees are emotionally attached or 
passionate about their work and their loyalty to the organization. 
When we think about encouraging motivation in employees, we often hit upon 
engagement as a solution. Engagement and motivation are different things; an engaged employee 
is not necessarily a motivated employee. That is not to say that motivation and engagement are 
not related: an individual's motivation influences how easily they can be engaged. For example, 
intrinsically motivated employees are more easily engaged because of the connection they have 
to their work. Extrinsically motivated individuals may be more easily engaged if the motivator 
aligns with their own goals. 
Job Satisfaction 
Job satisfaction is defined as the extent to which employees like their work. Locke (1976) 
defines job satisfaction as a positive emotional state resulting from the appraisal the job or job 
experiences. Based on perceptions, an employee develops a positive or negative attitude towards 
their job and environment (Ellickson & Logsdon, 2002). The more a person's work environment 
fulfills his or her needs, values or personal characteristics, the greater the degree of job 
satisfaction. Job satisfaction is one of the most studied variables of organizational research 
because researchers often theorize that there is a connection between job satisfaction and job 
performance, an idea that is important to employers (McCue and Gianakis, 1997). 
Factors Influencing Job Satisfaction 
According to the 2012 Employee Job Satisfaction Survey results published by SHRM, 
the factors that has the most influence are shown below. 
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Exhibit 1: Factors of Job satisfaction (Source: 
2012 Job satisfaction survey by SHRM) 
Rank Factor 
1 Job security (63%) 
2 
Opportunities to use skills and 
abi lities (62%) 
3 Organisation's financial stability (55%) 
3 
Relationship with immediate superior 
(55%) 
4 Compensation/ pay (54%) 
5 
Communication between employees 
and senior management (53%) 
5 Benefits (53%) 
5 The work itself (53%) 
6 Autonomy and independence (52%) 
7 Management's recognition of 
employee job performance (49%) 
8 
Feeling safe in the work environment 
(48%) 
9 Overall corporate culture ( 46%) 
10 
Flex ibili ty to balance li fe and work 
issue (38%) 
10 Relationship with co-workers (38%) 
To further explain the assoc iation of job satisfaction with employee engagement, the results of 
the 2012 Employee Job satisfaction and Engagement published by SHRM showing the 
conditions for employee engagement is listed in the table below. 
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Exhibit 2: Satisfaction with conditions of 
employee engagement (Source: 2012 Employee 
job satisfaction and engagement by SHRM) 
Rank Satisfaction with conditions of 
engagement 
1 Relationship with coworkers (76%) 
1 The work itself (76%) 
2 Opportunities to use skills and 
abili ties (74%) 
3 Relationship with immediate superior 
(73%) 
4 Contribution of work to organisation's 
business goals (7 1 %) 
5 Meaningfulness of job (69%) 
5 Autonomy and independence (69%) 
6 Variety of work (68%) 
7 Organisation's fi nancial stabi lity (63%) 
8 Overa ll corporate culture (60%) 
9 Management recognition of employee 
job perfo rmance (57%) 
10 Job specific training (55%) 
11 Organisation's commitment to 
professional development (54%) 
11 Communication between employees 
and senior management (54%) 
12 Organisation's commitment to CSR ( 49%) 
12 Networking (49%) 
13 Career development opportunities (48%) 
14 Career advancement opportunities (42%) 
Job satisfaction or job dissatisfaction is an attitude that describes the level of an 
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employee's satisfaction to perfect their work (Griffin & Pustay, 2007). Job satisfaction refers to 
"the positive or negative evaluative judgment about one' s job or job situation" (Motowidlo, 
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1996). Advocates of engagement claim that, although both job satisfaction and employee 
engagement are concerned about the employee-job relationship, these two constructs have 
differences. Maslach et al. (200 1) stated that ''job satisfaction is the extent to which work is a 
source of need fulfillment and contentment, or a means offering employees from hassles or dis-
satisfiers; it does not encompass the person's relationship with the work itself' (p. 416). Macey 
and Schneider (2009) pointed out that engagement implies passion, enthusiasm, and activation 
while satisfaction might have a sense of fulfillment. Also, job satisfaction is described as "an 
evaluative description of job conditions or characteristics, whereas work engagement is a 
description of an individual's experiences resulting from the work" (Christian, 2011, p. 97). 
Another study by Castillo & Cano (2004) on the job satisfaction level among faculty members of 
colleges showed that if proper attention is given towards interpersonal relationships, recognition, 
and supervision, the level of job satisfaction will rise. 
Chandrasekar (20 11) argued that an organization need to pay attention to create a work 
environment that enhances the ability of employees to become more productive to increase 
profits for the organization. He also argued that human to human interactions and relations are 
playing a more dominant role in the overall job satisfaction rather than money whereas 
management skills, time and energy, all are needed for improving the overall performance of the 
organization in the current era. 
Job satisfaction is how the worker feels about the job, co-worker, the work itself, and the 
work environment. It is further viewed as an important dimension of the motivational process 
reflecting the degree to which the individual perceives his needs and wants are being met. 
Churchill et al, (1974) and Smith et al, (1969) modeled the definition of job satisfaction as the 
work-related affection states covering five aspects: the supervisors, the jobs, the work 
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colleagues, the compensation, and the promotion opportunities. Kim (2002) found that managers 
who engaged in a participative management style had employees with higher levels of job 
satisfaction. In the study, participative management style, participative strategic planning 
processes, and effective supervisory communications all correlated positively with high levels of 
job satisfaction. Kim also found that agencies can benefit from considering employee and 
management development programs that include training on participative management and 
empowerment. 
Job satisfaction is closely linked to an employee's attitude towards work or engagement. 
The higher the job satisfaction levels, then the more favorable the employee's attitude towards 
work. On the other hand, dissatisfaction creates a negative attitude in an employee (Miharty, 
2013, p.2). In explaining drivers of job satisfaction and engagement, Schneider et al. (2009) 
suggested that job satisfaction is primarily driven by job security and benefits whereas the 
drivers of engagement behaviors are the "quality of relationships with coworkers, (b) feeling 
trusted and respected, and (c) supervisor credibility. Further, front-line supervisors have little 
control of the drivers of job satisfaction (job security and benefits) whereas drivers of 
engagement can be controlled more locally: "assignment to jobs that utilize skills and abilities, 
encouragement to innovate, being treated with trust and respect and working for a credible 
supervisor." (p. 23) 
Daley (1986) studied job satisfaction from the perspective ofhumanistic management, 
which focuses on human motivation and the organization-human relationship. Daley stated that 
''the attitudes or perceptions of employees about the organization are in themselves important 
factors contributing to its ultimate success ( 1986)." His study focused on factors in three groups: 
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factors within the job environment, factors within the workplace environment, and factors Within 
the perceptions of organizational success. 
Ting (1997) stated that there are three determinants of federal employee job satisfaction. 
They are job characteristics, organizational characteristics, and individual characteristics. He 
states that some factors affecting satisfaction will overlap these three characteristics but, for the 
most part, they are distinct categories. Job characteristics have to do with the specific functions 
associated with doing the actual job. They include all the tasks associated with the job function 
as well as pay rate and skill development. Organizational characteristics include those factors 
that describe the work environment in which the work is performed. Lastly, the individual 
characteristics are those factors unique to the individual performing the work such as their 
specialized ability or knowledge. Ting's research indicates that job and organization 
characteristics have the greatest impact on federal employee job satisfaction. 
Garg and Kumar (2012) have reported in their research paper that job satisfaction is an 
important driver of employee engagement. Their research measured employee engagement levels 
based on certain parameters such as a career path that offers opportunities for advancement, fair 
pay and benefits, the perception that organization offers good value to customers, and a 
satisfactory work environment, good relations with immediate supervisor, effective internal 
communication, good relationship with colleagues, and smooth functioning organizational 
dynamics. It concluded that job satisfaction and compensation are two such important parameters 
that are the key drivers of employee engagement in an organization. Job satisfaction can broadly 
be defmed as the result of organizational factors such as job enrichment, incentives, rewards, 
pay, job design, organizational climate, job rotation, organizational culture, supervisor and co-
worker relations (employee engagement). These elements are proposed to be positive correlates 
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of job satisfaction. According to researchers (Gerstner & Day, 1997; Liden et al., 1997), "when 
there is a harmonious social exchange relationship among leaders, subordinates, and the 
organization, this results in better performance, greater job satisfaction, with a higher level of 
organizational commitment, and much more positive role cognition compared to organizations 
lacking these harmonious relationships." Satisfaction really refers to the fulfillment received by 
performing a job and being rewarded for it. 
Most attempts to measure job satisfaction involve studying wants through questionnaires 
and interviews. Many organizations develop their specialized questionnaires for evaluating 
employee's job satisfaction while others use questionnaires produced by recognized research 
organizations such as Gallup and UWES. Some of the items most frequently aligned with 
satisfaction are the type of work and the tasks performed; supervision; and working conditions. 
Satisfaction-Engagement Approach 
Job satisfaction has been viewed as one of the important elements of employee 
engagement. Developing from this idea, Harter et al. (2002) defmed employee engagement as 
"individual's involvement and satisfaction with as well as enthusiasm for work" (p. 269). Using 
Gallup Work Audit (GWA), a well-recognized and proprietary 12-item questionnaire (the Q12), 
Harter et al. (2002) analyzed almost 200,000 responses from 7,939 business units in 36 
companies. Results suggested that employee engagement had a significant positive correlation 
with key organizational performance. Harter et al.' s (2002) work was the first to establish the 
linkage between employee engagement and job satisfaction and the business outcomes (e.g., 
customer satisfaction, safety, productivity, and profitability). Harter et al. (2002) also suggested 
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that employee engagement positively affected employee's well-being, "one of the fist 
publications to suggest health benefits as a function of being engaged" (Shuck, 2011, p. 314). 
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Some practitioners have established the link between the emotional component of 
engagement and job satisfaction. Towers Perrin (2009) suggested that ''the emotional factors tie 
to people's satisfaction and the sense of inspiration and affirmation they get from their work and 
being part of their organization" (p. 5). However, some scholars disagreed with the satisfaction-
engagement approach. Macey and Schneider (2009) concluded that being satisfied with the job 
does not necessarily mean the employee has an emotional engagement with their job, nor does it 
lead to his or her engagement. Macey and Schneider further pointed out that, in some situations, 
satisfaction may have the connotation of fulfillment where engagement means the feelings of 
energy and enthusiasm, in addition to job satisfaction. 
Organizational Change 
Organizational change means changing an organization's routine way of doing business 
when accomplishing societal tasks (Becker, Lazaric, Nelson, & Winter, 2005). The purpose of 
organizational change is to take advantage of opportunities that can lead to improving the profits 
or output of organizations (Becker et al., 2005). Nadina (20 11) found that organizations needed 
to change when problems existed in the organization; however, change to remedy situations was 
more reactive than proactive. Additionally, Khalid (20 11) argued that change is a necessary 
component in the longevity of any organization and some organizations make organizational 
change a positive event. For instance, when leaders accept organizational change as a challenge, 
others react with a positive response. Nadina (2011) argued that proactive change is the best 
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method when organizations launch new products, services, or technology, to influence consumer 
behavior and create a competitive advantage. 
When organizational leaders treat organizational change as a challenge, employees 
become motivated and their level of commitment to the organization increases (Khalid, 2011 ). 
Researchers indicated that when organizational change is considered a threat in organizations, 
employees might feel their jobs are in jeopardy and become depressed and anxious (Khalid, 
2011 ). The management of organizational change can affect employees' level of job satisfaction 
and the organization's competitive advantage. Organizational change can then affect the 
organization in areas of growth (K.halid, 2011 ). When organizational leaders embrace change, 
they increase their competitiveness (Gilley et al., 2009) by taking on more projects, clients, 
production, and work than they would have taken before the change. Organizational change 
could force businesses to make structural changes to accommodate the new workload. 
Organizational change affects the quality of work -life, as professionals struggle to support 
business changes with their interests. 
Conclusion 
The literature review demonstrated evidence that the formative elements of needs 
satisfaction can be linked to employee engagement. A common theme that emerged from the 
literature review was that employees are simply human beings with increasing levels of needs. 
These needs must be met to achieve their highest potential and job satisfaction. The literature 
review demonstrated that when employers are successful in meeting employee needs, employee 
engagement is positively affected. The relationship between job satisfaction and employee 
e~gagement have been studied and reported by many researchers. Additionally, job satisfaction 
can be an antecedent and a consequence of employee engagement. An attempt is made here to 
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highlight a few of the studies to support the present study. Through a literature review, these 
formative elements of job satisfaction can be linked to employee engagement. 
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Chapter 3 Methodology 
Employee engagement involves the emotional, cognitive and physical aspects of work. 
Fostering employee engagement within an organization is a long-term process, and its success 
can be linked to job satisfaction. This study is attempting to dig into the topic of employee 
engagement and job satisfaction within the Social Security Administration. The importance of 
employee engagement is highlighted in relation to the concept of social exchange theory and 
human capital management. The researcher seeks to understand aspects of SSA employees' 
engagement and to fmd if there is a relationship between engagement and job satisfaction. The 
study aims to measure engagement and job satisfaction while looking at the areas where 
management interventions can be implemented to increase the overall level of employee 
engagement and job satisfaction. In the present competitive world, an employee's level of 
engagement and his quality of work are important to growth. So, managers should always try to 
identify ways to boost morale and increase productivity. To support this view, Towers Perrin 
(2009) found that companies with engaged employees boosted operating income by 19%. 
Research Design 
This quantitative research study uses a correlational design on the relationship between 
employee engagement and job satisfaction in SSA and takes the opportunity to describe the 
relationships among the quantitative variables. The aim of quantitative research is to investigate 
and explain the nature of the relationship between two variables in the real world. For this study, 
the variables involved were factors of employee engagement and job satisfaction. Correlational 
research studies go beyond describing what exists and concern systematically investigating 
relationships between two or more variables of interest (Porter & Carter, 2000). A correlational 
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design is appropriate to examine relationships between two or more variables while using 
quantitative data to test theories (Gelo, Braakman, & Benetka, 2008). 
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Quantitative research provides tangible numerical measurements. A mixed methods 
methodology can help to bridge the gap between quantitative and qualitative methodologies and 
involves data analysis ofboth approaches to drawing inferences (Harwell, 2011). However, due 
to time constraints and limited access to participants, the use of a mixed methods methodology or 
qualitative methodology in this study was limited. 
Variables 
The independent variables associated with employee engagement are the employee's 
work experience, employee's work unit, employee's agency, employee's experience with 
supervisors, and the employee's work-life balance. The dependent variable is job satisfaction. In 
a 2010 study, Bailey et al. stated that a descriptive correlational design was very useful in 
relating relationships among variables. Choosing a quantitative methodology will require 
engaging standard statistical operations using SPSS to understand the relationship, patterns, and 
influences of employee engagement on job satisfaction for SSA employees. 
Data Collection 
This research concentrates on critical facts and results from surveys conducted by the 
Office of Personnel Management (OPM) pertaining strictly to SSA. It is the analysis of the 
relevant pre-existing data from OPM being used differently to answer the research question that 
makes the study necessary. Common sources of secondary data are social science surveys, 
previous researchers, and data from government agencies (McCaston, 1998). Secondary data 
analysis can be described as "second-hand" analysis. It is the analysis of data or information that 
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was either gathered by someone else or for some other purpose than the one currently being 
considered, or often a combination of the two (Cnossen 1997). 
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Data was collected from the Office of Personnel Management which conducts surveys for 
all federal agencies. The benefit of using this design is that all the information needed is easily 
accessible and relatable to the researcher. The Federal Employee Viewpoint Survey (FEVS) is a 
tool that measures employees' perceptions of whether, and to what extent, conditions that 
characterize successful organizations are present in their agencies (OPM, 2011). This survey was 
administered for the first time in 2002 and then repeated in 2004,2006,2008,2010,2011,2012, 
2013, 2014, 2015, 2016, and 2017. The survey serves as a tool for OPM to assess individual 
agencies and their progress on the strategic management ofhuman capital (OPM, 2011). The 
sample was designed to produce results by supervisory status. Because of the differing response 
rates among the different demographic groups completing the survey, the data was weighted to 
ensure that the results are statistically unbiased. 
The Federal Employee Viewpoint Survey was administered to a sample of full-time and 
part-time, permanent, non-seasonal employees of departments and/large agencies and the 
small/independent agencies. SSA usually has a response rate exceeding 45%. The survey was 
conducted electronically on the Internet, with employees notified by email of their selection for 
the sample. Electronic administration facilitated the distribution, completion, and collection of 
the survey. To encourage higher response rates, OPM sent multiple follow-up emails to sample 
participants. OPM' s current measure of employee engagement is the Federal Employee 
Viewpoint Survey (FEVS) Employee Engagement Index. The FEVS survey uses the Likert scale 
with possible responses ranging from "strongly disagree" which is coded as a 1 to "strongly 
agree" which is coded as a 5. The FEVS is administered each year and measures employee 
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engagement through individual work experiences, work units, experiences with supervisors, 
experience with the agency, and work/life balance. The FEVS survey questions changed starting 
in 2016 and exclude the work/life balance questions. Therefore, the results for 2016 and 2017 
will need include an analysis for work/life balance. 
The FEVS participants include executives, managers, supervisors, team leaders, and non-
supervisory employees (U.S. Office of Personnel Management, 2008e). Precautions are 
necessary to avoid the differences in employee status acting as outliers. An outlier is "a subject 
or other unit of analysis that has extreme values on a variable because they can distort the 
interpretation of data or make misleading a statistic that summarizes values" (V ogt, 2005, p. 
223). 
The sample involved in this research is composed of SSA employees only. The sample 
members have high school diplomas, bachelor's degrees, master's degrees, and doctoral degrees. 
The data from SSA employees was separated from the all-inclusive list of federal agencies. To 
examine the hypotheses, a Pearson product-moment r correlation was conducted to assess the 
relationship between employee engagement and job satisfaction for SSA employees. Analyzing 
agency documentation was selected as the main source of evidence because it provides 
information on the status of employee engagement and job satisfaction specifically at the Social 
Security Administration. Documents that were reviewed include the agency's employee 
engagement plan and OPM' s FEVS survey questions and data. Located in Appendices A and B 
are the survey questions and datasets from the 2004-2017 FEVS. 
Acquiring the documentation needed will not cause an issue because the data is public 
record. All the documentation used are the most up to date data that the agency has. The 
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documentation collected includes all existing documentation related to employee engagement 
and job satisfaction within SSA. Although getting access to the data was not difficult, there is 
limited documentation on what practices are currently being implemented to date. After 
reviewing existing literature, agency documents, this study will offer suggestions for best 
employee engagement practices to increase job satisfaction in the agency. 
Ethical Considerations 
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This research is focused specifically on secondary data available for public use. All the 
survey participants were anonymous. There were no foreseeable risks to the participants. 
Although the individual's perspective is shared, it is confidential: their identity and any 
information that would permit personal identification are withheld in publicly released reports 
regarding the survey. Survey participation is voluntary, and all responses are confidential and 
anonymous. When OPM delivers the survey results, no information was provided to tie 
responses to individual employees. There is no data available that put the subjects at risk now or 
in the future and there is no way for me to identify individual participants. 
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Chapter 4 Data Analysis 
Purpose 
This chapter describes the results of the data analysis of the research study. The results of 
the analysis seek to answer the study's focus of the investigation of employee engagement and 
job satisfaction. The central hypothesis states there is a relationship between the two variables, 
job satisfaction, and employee engagement. The purpose of this quantitative study was to 
determine the relationship between employee engagement and job satisfaction at the Social 
Security Administration. This chapter presents the results of the statistical analyses used to make 
these determinations. The study hypotheses were tested using the Pearson r correlation test. 
Survey responses for the employee engagement surveys were analyzed using SPSS. 
Pearson r correlation is a measurement of the strength of a relationship between two 
variables. Given that all the variables are continuous, and the hypotheses seek to assess the 
relationships, Pearson r correlations are the appropriate statistical test to utilize for the study. 
Correlation coefficients, r, vary from no relationship (0); to a perfect linear relationship (1); or a 
perfect negative linear relationship ( -1 ). Positive correlation coefficients show a direct 
relationship which indicates that as one variable increases, the other variable also 
increases. Negative correlation coefficients show an indirect relationship, which indicates that as 
one variable increases, the other variable decreases. 
Results 
HI: The relationship between employee work experience and job satisfaction is significantly 
positively correlated. 
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H2: The relationship between the employee's agency and job satisfaction is significantly 
positively correlated. 
H3: The relationship between the employee's work unit and job satisfaction is significantly 
positively correlated. 
H4: The relationship between the employee's supervisor and job satisfaction is significantly 
positively correlated. 
H5: The relationship between the employee's work/life balance and job satisfaction was not 
significant therefore this hypothesis is rejected. 
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In 2004, my work experience, my work unit, my experience with supervisor and my 
agency were all significantly positively correlated with my satisfaction. That is, high scores on 
my work experience, my work unit, my experience with supervisor and my agency were related 
to high satisfaction. All effect sizes were medium to large. Work-life balance (i.e. the number of 
work-life balance programs engaged with) was negatively correlated with satisfaction with a 
small effect size (more engagement with work-life programs was related to lower satisfaction). 
Coefficients and significance levels are presented in Table 1. 
In 2006, my work experience, my work unit, my experience with supervisor and my 
agency were all significantly positively correlated with my satisfaction. All effect sizes were 
large. Work-life balance was negatively correlated with satisfaction with a small effect size. 
Looking only at the data from 2008, there were significant, large positive correlations 
between my work experience, my work unit, my agency, my experience with supervisor, and my 
satisfaction. Work-life balance was negatively correlated with my satisfaction with a small effect 
SIZe. 
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Large positive correlations were found in 2010 between my work experience, my work 
unit, my agency, my experience with supervisor and my satisfaction. Work-life balance was 
negatively correlated with my satisfaction, with a small effect size. 
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In 2011, my work experience, my work unit, my agency and my experience with 
supervisor were all significantly positively correlated with job satisfaction with large effect sizes. 
Work -life balance was not related to satisfaction in 2011. 
Looking only at the data from 2012, there were significant, positive correlations between 
my work experience, my work unit, my agency and my experience with a supervisor, and my 
satisfaction, with large effect sizes. Work-life balance was positively correlated with my 
satisfaction with a small effect size. 
There were significant, large positive correlations between my work experience, my work 
unit, my agency, my experience with supervisor and my satisfaction in 2013. There was a small, 
but statistically significant positive correlation between work-life balance and my satisfaction. 
In 2014 there were significant positive correlations between my work experience, my 
work unit, my agency, my experience with supervisor and my satisfaction. All effect sizes were 
large. Engagement with work-life programs was not related to satisfaction. 
My work experience, my work unit, my agency, my experience with supervisor and 
work -life balance was significantly positively correlated with my satisfaction in 2015. All effect 
sizes were large, with the exception of the correlation between work-life balance and my 
satisfaction, which was small. 
The survey items did not include measures of work-life balance in 2016 and 2017. In 
2016 and 2017, my work experience, my work unit, my agency and my experience with 
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supervisor were significantly positively correlated with my satisfaction, all with large effect 
sizes. 
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Between the five subscales of job satisfaction from 2004 through 2017; my work 
experience, my work unit, my agency, my experience with the supervisor, and work-life balance, 
the Pearson Correlation results proved levels of significance in all subscale variables, however 
only four were statistically correlated and significant to confirm the hypotheses. The work-life 
balance variable correlation figures were marginal and non-significant to conclude the 
hypotheses. 
To study the relationship between job satisfaction and employee engagement, correlation 
analysis was done, and the results are given below. 
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Table I . Coefficients and significance levels for correlations between all variables and my satisfaction. 
Job Satisfaction 
2004 2006 2008 20 10 20 11 20 12 20 13 20 14 20 15 20 16 20 17 
My Work Pearson .509 .846 .845 
Experience Corre lation (r) 
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 
My Work Pearson .481 .696' .724.. .684.. .684.. .686" . 705" .690.. .688" . 706" . 703 .. 
Unit Correlation (r) 
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 
My Agency Pearson 
Correlation (r) 
.5 15 .758 ' .770" .765" .773" .781" .794" .791" .784" .805" .799'' 
Sig. (2-tai led) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 
My Pearson .576 .829' .830" .824" .822" .807'' .810" .805" .813" .822" .812" 
Experience Correlation (r) .. 
with 
Supervisor Sig. (2-tai led) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 
Work-life Pearson - -.197'' -.214" .0 19 .030" .079" .020 .oST" 
Balance Corre lation (r) .223 .195' 
Sig. (2-tai led) .000 .000 .000 .000 .11 7 .000 .000 .060 .000 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Conclusion 
Four hypotheses were confirmed, and one was rejected using the Pearson r correlation. 
For hypothesis HI, a statistically significant relationship was found {?etween the employee's 
work experience and job satisfaction. For hypothesis H2, the employee's agency did appear to be 
statistically significant as a predictor of job satisfaction. For hypothesis H3, the employee's 
perception of their work Unit became a significant contributor to job satisfaction. For hypothesis 
H4, the perception of the employee's supervisor is a statistically significant predictor of job 
satisfaction. For hypothesis H5, the perception of the employee's work-life balance was not a 
statistically significant predictor of job satisfaction for SSA employees. 
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Chapter 5 Discussion and Conclusion 
More and more organizations are recognizing the importance of employee job 
satisfaction and engagement. An engaged employee is enthusiastic and committed towards 
organizational goals, mission, and values. Moreover, is thus motivated to go the extra mile for 
their employer. Employee engagement is being considered an essential retention strategy because 
engaged employees devoted towards the goals assigned to them. Employees form an emotional 
connection with their organizations when they are effectively engaged and motivated. It indicates 
the association of an employee with the organization and building the passion among employees 
to let them go beyond the call of duty. 
This study was performed as an examination of the relationship between employee 
engagement and job satisfaction in the Social Security Administration. It was performed using 
archival data collected from 2004 to 2017. Employee engagement was projected to be the 
predictor of job satisfaction. To address the purpose of the study, the research question related to 
the topics of employee engagement and job satisfaction was analyzed. The sample population for 
the study included SSA employees that completed the Federal Employee Viewpoint Survey from 
2004 to 2017. Using bivariate correlation statistical model, the answers to the research question 
were revealed. 
Findings 
The correlation test found a significant relationship between employee engagement and 
job satisfaction. Thus, satisfied employees are usually engaged at work. Work -life balance, on 
the other hand, was found not to have a significant effect on employee engagement. Between the 
five subscales of job satisfaction from 2004 through 2017; my work experience, my work unit, 
my agency, my experience with supervisor, and work-life balance, the Pearson Correlation 
SSA Employee Engagement and Job Satisfaction 
results proved levels of significance in all subscale variables. However, four hypotheses were 
statistically correlated and significant to confirm the hypotheses. Only the work-life balance 
variable correlation figures were marginal and non-significant to conclude the hypotheses. The 
findings indicate that employee engagement is closely linked with job satisfaction at SSA. 
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This study provides analysis of impact different types of employee engagement on job 
satisfaction at SSA. 
Researchers and scholars in public administration, human resource management, and 
public policy fields can benefit from this study as it provides more empirical results in 
understanding the impact of employee engagement on job satisfaction at SSA. This study fills 
the gap within the literature and offers a unique analysis of the human resource management at 
SSA and the level of job satisfaction from 2004 to 2017. Determining the types of employee 
engagement that are the most effective at SSA would be beneficial to researchers and 
practitioners. 
Implications 
The study gives a view that employee engagement has a significant impact on job 
satisfaction. Therefore, leaders and managers need to realize that while job satisfaction and 
employee engagement are both vital to uphold productive and happy workforce, attaining 
satisfaction without engagement will have a significantly less impact on employees. After all, 
engaged employees demonstrate initiative and are usually emotionally committed to their work. 
They align strategic priorities to take the organization forward. Higher workforce productivity, 
customer satisfaction, lower absenteeism, and turnover are all associated with enhanced 
employee engagement (Harter, Schmidt and Hayes, 2002). However, it should be noted that the 
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results of the present study represent a sample of one federal agency, so they should be carefully 
interpreted. 
The social-change implications from the results of this study may help improve the 
quality of work and better the work -life of SSA employees. SSA leaders can use this research to 
guide leadership style changes which can help create opportunities for SSA employees to reach 
their highest potential. Additionally, SSA leaders could create an opportunity for employees to 
acquire new knowledge that can improve efficiencies, increase responsibilities, and enhance job 
satisfaction. These qualities can lead to positive social change in the work-life ofSSA employees 
and the federal government overall. Additionally, this study can help increase employee retention 
and productivity in the federal government. 
The information from this research can be used to develop an employee engagement plan 
which can be incorporated into the strategic planning process. The employee engagement plan 
can help SSA identify how the agency has embraced employee engagement, what the agency can 
do better, and how to efficiently incorporate new and improved engagement practices. Employee 
engagement and job satisfaction are concepts that can also be better integrated into the agency's 
strategic planning process. Successful engagement initiatives should be strategic. This approach 
elevates engagement to be more than a program. 
Limitations 
Limitations are factors over which the researcher has little or no control that may inhibit 
the full data collection or analysis processes (Creswell, 2014). Due to the quantitative nature of 
the data, this research could lack the insight and richness that could have been derived from a 
qualitative method. One of the limitations of conducting a correlational research design only 
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measure the existence of relationships between two or more variables. No other information can 
be inferred such as for cause and effect between the variables. It is possible that this study did 
not consider other factors that could influence one's job satisfaction and political engagement. 
The limitation of this study is that it did not analyze how leadership styles moderate the 
relationship between employee engagement and job satisfaction. This study did not analyze how 
grade levels (from GS 1 to GS 14) of employee moderate the relationship between employee 
engagement and job satisfaction. 
Recommendations for Future Research 
This study focused only on one segment of a larger entity which is the federal 
government overall. A future study of the entire federal workforce should be conducted as well 
as a cost-benefit analysis. There is a need to study the cost-benefit aspect of employee 
engagement decisions. This will allow the data to be sorted by the entire group and allow leaders 
to see the value. The results will help leaders determine if an agency needs change or if an issue 
is prevalent throughout all agencies in the federal government. 
The study can also be used to do a more exhaustive examination of different federal 
agencies to determine best practices for engagement and the effects of organizational culture on 
job satisfaction and engagement. Future studies could analyze how grade levels (from GS 1 to 
GS 14) of employee moderate the relationship between employee engagement and job 
satisfaction. SSA can also conduct pilot projects to measure employment in specific regions. 
There may also be a need to further examine the cultural effects of employee engagement and 
satisfaction and determine the role of the environment. 
There is no one-size-fits-all solution to improving employee engagement. Instead, each 
agency should assess its own level of engagement, analyze the results to determine what areas to 
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focus on, and then take action. This should be followed by periodic re-surveys to see if the 
engagement is moving in the right direction. In other words, agencies shouldn't administer the 
solution before figuring out the problem. 
There should also be further research into how leadership styles affect employee 
engagement and job satisfaction. Leadership is a critical driver of improved employee 
engagement. Therefore, senior leaders need to make employee engagement an organizational 
priority. Future studies could analyze how leadership styles moderate the relationship between 
employee engagement and job satisfaction. 
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The study establishes a relationship between employee engagement and job satisfaction. 
Results gathered conclude that employee engagement is a predictor of the level to which 
employees are satisfied. The fmdings of this study may offer organizational leaders the 
opportunity to evaluate why employees may not be satisfied with their job or organization. 
Organizational leaders may want to look at pay, supervisors, work environment, policies, and 
benefits to ensure employees are satisfied with their job. 
The literature affirms that satisfied employees perform better and contribute to the 
success of an organization. On the other hand, employees who are not satisfied do not perform 
well and hinder success. The research suggests that by focusing on improving engagement, 
organizations like SSA can be more successful through meeting the needs of employees. 
Therefore, it is in the best interest of SSA and other organizations to determine ways to improve 
employee satisfaction. Engaged employees fmd personal meaning, pride, and value in their work. 
In return, they deliver what is known as discretionary effort. They go beyond their individual 
role to do what it takes to help the organization succeed. 
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Employee engagement contributes to organizational success. Having satisfied employees 
helps promote employee engagement. Engaged employees want to have good communication 
with their supervisors, work that motivates them, and good relationships within their work units. 
It makes sense to foster employee engagement and job satisfaction in the federal government. 
Employee engagement efforts and planning will take time and preparation. It is a process and 
cannot be developed in a day. Developing an employee engagement plan will also take employee 
input and an understanding of what employees need. Successful organizations understand the 
benefits of satisfied employees and employees being engaged. The literature contained in this 
study clearly underscores these concepts and gives the reader a sense of the importance of 
fostering employees engagement and job satisfaction. 
Improving employee engagement can be a powerful tool to improve individual and 
organizational performance if it's done strategically. However, there is no magic bullet to 
improve employee engagement and job satisfaction. What's needed is a systematic assessment of 
employee engagement level by using a carefully constructed approach to dealing with the issues 
the data reveals, and then a strategy to develop engagement over time. Therefore, improving 
employee engagement and job satisfaction is a marathon and not a sprint. 
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Appendix A 
FEVS Survey Questions 2004 to 2015 
Item Number and Text Data Value and Label 
My Work Experience 5 4 3 2 1 X 
1 I am given a real 
Neither 
opportunity to improve Strongly Agree Agree nor Disagree Strongly 
my skills in my Agree Disagree 
organization. Disagree 
2 I have enough Strongly Neither Strongly information to do my Agree Agree nor Disagree 
job we ll . Agree Disagree Disagree 
3 I feel encouraged to 
Neither 
come up with new and Strongly 
Agree Agree nor Disagree Strongly better ways of doing Agree Disagree 
things. Disagree 
4 My work gives me a Strongly Neither Strongly fee ling of personal 
Agree Agree Agree nor Disagree Disagree 
accomplishment. Disagree 
5 I like the kind of work I Strongly Neither Strongly do. Agree Agree nor Disagree Agree 
Disagree Disagree 
6 I know what is Strongly Neither Strongly 
expected of me on the Agree Agree nor Disagree 
job. Agree Disagree Disagree 
7 When needed I am Neither 
willing to put in the Strongly Agree Agree nor Disagree Strongly 
extra effort to get a job Agree Disagree Disagree done. 
8 I am constantly looking Strongly Neither Strongly for ways to do my job 
Agree Agree Agree nor Disagree Disagree better. Disagree 
9 I have sufficient 
resources (for example, Strongly Neither Strongly Do people, materials, Agree Agree nor Disagree Not 
budget) to get my job Agree Disagree Disagree Know 
done. 
10 My workload is Strongly Neither Strongly Do 
reasonab le. Agree Agree nor Disagree Not Agree 
Disagree Disagree Know 
11 My ta lents are used Strongly Neither Strongly Do 
well in the workplace. Agree Agree nor Disagree Not Agree Disagree Disagree Know 
12 I know how my work Strongly Neither Strongly Do 
relates to the agency's Agree Agree nor Disagree Not 
goals and priorities. Agree Disagree Disagree Know 
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13 The work I do is Strongly Neither Strongly Do important. Agree Agree nor Disagree Not Agree 
Disagree Disagree Know 
14 Physical conditions (for 
example, noise level, 
temperature, lighting, Strongly Neither Strongly Do 
cleanliness in the Agree Agree nor Disagree Not 
workplace) allow Agree Disagree Disagree Know 
employees to perform 
their jobs well. 
15 My performance 
Neither 
appraisal is a fair Strongly Strongly Do 
reflection of my Agree Agree Agree nor Disagree Disagree Not 
performance. Disagree Know 
16 I am held accountable Strongly Neither Strongly Do for achieving resu lts. Agree Agree nor Disagree Not Agree Disagree Disagree Know 
17 I can disclose a 
suspected violation of Strongly Neither Strongly Do 
any law, rule or Agree Agree nor Disagree Not 
regulation without fear Agree Disagree Disagree Know 
of reprisal. 
18 My training needs are Strongly Neither Strongly Do 
assessed. Agree Agree nor Disagree Not 
Agree Disagree Disagree Know 
19 In my most recent 
performance appraisal, 
I understood what I Neither 
No 
had to do to be rated at Strongly Strongly Basis 
different performance Agree Agree Agree nor Disagree Disagree to 
levels (for example, Disagree Judge 
Fully Successful, 
Outstanding). 
Item Number and Text Data Value and Label 
My Work Unit 5 4 3 2 1 X 
20 The people I work with Strongly Neither Strongly 
cooperate to get the Agree Agree nor Disagree 
job done. Agree Disagree Disagree 
21 My work unit is able to Strongly Neither Strongly Do 
recruit people with the Agree Agree nor Disagree Not 
right skills. Agree Disagree Disagree Know 
22 Promotions in my work Strongly Neither Strongly Do 
unit are based on Agree Agree nor Disagree Not 
merit. Agree Disagree Disagree Know 
23 In my work unit, steps Strongly Neither Strongly Do 
are taken to deal with a Agree Agree Agree nor Disagree Disagree Not 
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poor performer who Disagree Know 
cannot or will not 
improve. 
24 In my work unit, 
differences in Strongly Neither Strongly Do performance are Agree Agree nor Disagree Not 
recognized in a Agree Disagree Disagree Know 
meaningfu l way. 
25 Awards in my work unit 
Neither depend on how well Strongly Strongly Do 
employees perform Agree Agree Agree nor Disagree Disagree Not 
their jobs. Disagree Know 
26 Employees in my work Neither 
unit share job Strongly Strongly Do Agree Agree nor Disagree Not knowledge with each Agree Disagree 
other. Disagree Know 
27 The skill level in my Strongly Neither Strongly Do 
work unit has improved Agree Agree nor Disagree Not 
in the past year. Agree Disagree Disagree Know 
28 How would you rate 
the overall quality of Very Good Fair Poor Very Poor 
work done by your Good 
work unit? 
Item Number and Text Data Value and Label 
My Agency 5 4 3 2 1 X 
29 The workforce has the 
job-relevant knowledge Strongly Neither Strongly Do 
and skills necessary to Agree Agree nor Disagree Not 
accomplish Agree Disagree Disagree Know 
organizational goals. 
30 Employees have a 
feeling of personal Strongly Neither Strongly Do 
empowerment with Agree Agree nor Disagree Not 
respect to work Agree Disagree Disagree Know 
processes. 
31 Employees are 
Neither 
recognized for Strongly Strongly Do 
providing high quality Agree Agree Agree nor Disagree Disagree Not 
products and services. Disagree Know 
32 Creativity and Strongly Neither Strongly Do innovation are Agree Agree nor Disagree Not 
rewarded. Agree Disagree Disagree Know 
33 Pay raises depend on Strongly Neither Do how we ll employees Agree Agree nor Disagree Strongly Not 
perform their jobs. Agree Disagree Disagree Know 
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34 Policies and programs 
promote diversity in 
the workplace (for 
Neither Do 
example, recruiting Strongly Agree Agree nor Disagree Strongly Not 
minorities and women, Agree Disagree 
training in awareness Disagree Know 
of diversity issues, 
mentoring). 
35 Employees are Neither protected f rom health Strongly Strongly Do 
and safety hazards on Agree Agree Agree nor Disagree Disagree Not 
the job. Disagree Know 
36 My organization has 
Neither prepared employees Strongly Strongly Do 
for potential security Agree Agree Agree nor Disagree Disagree Not 
th reats. Disagree Know 
37 Arbitrary action, 
personal favoritism and Strongly Neither Strongly Do 
coercion for partisan Agree Agree nor Disagree Not 
political purposes are Agree Disagree Disagree Know 
not tolerated. 
38 Prohibited Personnel 
Practices (for example, 
illegally discriminating 
for or against any 
employee/applicant, 
Neither Do 
obstructing a person's Strongly 
Agree Agree nor Disagree Strongly Not 
right to compete for Agree Disagree 
employment, Disagree Know 
knowingly violating 
veterans' preference 
requirements) are not 
tolerated. 
39 My agency is successful Strongly Neither Strongly Do 
at accomplishing its Agree Agree nor Disagree Not 
mission. Agree Disagree Disagree Know 
40 I recommend my Strongly Neither Strongly 
organization as a good Agree Agree nor Disagree 
place to work. Agree Disagree Disagree 
41 I believe the results of 
Neither this survey will be used Strongly Strongly Do 
to make my agency a Agree Agree Agree nor Disagree Disagree Not 
better place to work. Disagree Know 
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42 My supervisor supports 
Neither Do 
my need to balance Strongly Agree Agree nor Disagree Strongly Not 
work and other life Agree Disagree 
issues. Disagree Know 
43 My supervisor provides 
Neither Do 
me with opportunities Strongly 
Agree Agree nor Disagree Strongly Not to demonstrate my Agree Disagree 
leadership skills. Disagree Know 
44 Discussions with my 
Neither Do 
supervisor about my Strongly 
Agree Agree nor Disagree Strongly Not performance are Agree Disagree 
worthwhile. Disagree Know 
45 My supervisor is 
committed to a Strongly Neither Strongly Do 
workforce Agree Agree nor Disagree Not 
representative of all Agree Disagree Disagree Know 
segments of society. 
46 My supervisor provides 
Neither Do 
me with constructive Strongly Agree Agree nor Disagree Strongly Not 
suggestions to improve Agree Disagree 
my job performance. Disagree Know 
47 Supervisors in my work Strongly Neither Strongly Do 
unit support employee Agree Agree nor Disagree Not 
development. Agree Disagree Disagree Know 
48 My supervisor listens to Strongly Neither Strongly 
what I have to say. Agree Agree Agree nor Disagree Disagree Disagree 
49 My supervisor treats Strongly Neither Strongly 
me with respect. Agree Agree Agree nor Disagree Disagree Disagree 
50 In the last six months, 
Neither 
my supervisor has Strongly Agree Agree nor Disagree Strongly 
talked with me about Agree Disagree 
my performance. Disagree 
51 I have trust and Strongly Neither Strongly 
confidence in my Agree Agree nor Disagree 
supervisor. Agree Disagree Disagree 
52 Overall, how good a job 
do you feel is being Very Good Fair Poor Very Poor done by your Good 
immediate supervisor? 
53 In my organization, 
senior leaders generate 
Neither Do high levels of Strongly Agree Agree nor Disagree Strongly Not 
motivation and Agree Disagree 
commitment in the Disagree Know 
workforce. 
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54 My organization's 
senior leaders maintain Strongly Neither Strongly Do 
high standards of Agree Agree Agree nor Disagree Disagree Not 
honesty and integrity. Disagree Know 
55 Supervisors work well Strongly Neither Do 
with employees of Agree Agree nor Disagree Strongly Not 
different backgrounds. Agree Disagree Disagree Know 
56 Managers 
Neither 
communicate the goals Strongly Strongly Do 
and priorities of the Agree Agree Agree nor Disagree Disagree Not 
organization. Disagree Know 
57 Managers review and 
evaluate the Strongly Neither Strongly Do 
organization's progress Agree Agree nor Disagree Not 
toward meeting its Agree Disagree Disagree Know 
goals and objectives. 
58 Managers promote 
communication among 
Neither Do different work units Strongly 
Agree Agree nor Disagree Strongly Not (for example, about Agree Disagree 
projects, goals, needed Disagree Know 
resources). 
59 Managers support 
col laboration across Strongly Neither Strongly Do 
work units to Agree Agree nor Disagree Not 
accomplish work Agree Disagree Disagree Know 
objectives. 
60 Overall, how good a job 
do you feel is being Very 
done by the manager Good Good Fair Poor Very Poor directly above your 
immediate supervisor? 
61 I have a high level of Neither Do 
respect for my Strongly Agree Agree nor Disagree Strongly Not 
organization's senior Agree Disagree Disagree Know 
leaders. 
62 Senior leaders Neither Do demonstrate support Strongly Agree Agree nor Disagree Strongly Not for Work/Life Agree Disagree Disagree Know programs. 
Item Number and Text Data Value and Label 
My Satisfaction 5 4 3 2 1 
63 How satisfied are you Neither 
with your involvement Very Satisfied Satisfied Dissatisfied Very in decisions that affect Satisfied nor Dissatisfied 
your work? Dissatisfied 
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64 How satisfied are you 
with the information Neither 
you receive from Very Satisfied Satisfied Dissatisfied Very 
management on what's Satisfied nor Dissatisfied 
going on in your Dissatisfied 
organization? 
65 How satisfied are you Neither 
with the recognition Very Satisfied Satisfied Dissatisfied Very you receive for doing a Satisfied nor Dissatisfied 
good job? Dissatisfied 
66 How satisfied are you Neither 
with the policies and Very Satisfied Satisfied Dissatisfied Very practices of your senior Satisfied nor Dissatisfied 
leaders? Dissatisfied 
67 How satisfied are you Neither 
with your opportunity Very Satisfied Satisfied Dissatisfied Very to get a better job in Satisfied nor Dissatisfied 
your organization? Dissatisfied 
68 How satisfied are you Neither 
with the training you Very Satisfied Satisfied Dissatisfied Very 
receive for your Satisfied nor Dissatisfied 
present job? Dissatisfied 
69 Considering everything, Neither 
how satisfied are you Very Satisfied Satisfied Dissatisfied Very 
with your job? Satisfied nor Dissatisfied 
Dissatisfied 
70 Considering everything, Neither 
how satisfied are you Very Satisfied Satisfied Dissatisfied Very 
with your pay? Satisfied nor Dissatisfied 
Dissatisfied 
71 Considering everything, Neither 
how satisfied are you Very Satisfied Satisfied Dissatisfied Very 
with your organization? Satisfied nor Dissatisfied 
Dissatisfied 
Item Number and Text Data Value and Label 
Work/Life 1 2 3 4 
72 Have you been notified Yes, I was Yes, I was No, I was Not sure if I 
whether or not you are 
notified notified not notified was 
eligible to telework? 
that I was that I was of my notified of 
eligible to not telework my 
eligible to telework telework. 
telework. eligibility. eligibi lity. 
1 2 3 
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73 Please select the I do not I do no 
response below that telework telework 
BEST describes your I telework because I because I 
current teleworking am choose not 
situation. unable to 
,-L 1 2 3 1-
Do you participate in 
the fo llowing Work/Life 
programs? 
74 74. Alternative Work Not 
Schedules (AWS) Yes No Available to 
Me 
75 75. Health and 
Wellness Programs (for Not 
example, exercise, Yes No Available to 
medical screening, quit Me 
smoking programs) 
76 76. Employee Not 
Assistance Program Yes No Available to 
{EAP) Me 
77 77. Child Care 
Programs (for example, Not 
daycare, parenting Yes No Available to 
classes, parenting Me 
support groups) 
78 78. Elder Care Not Programs (for example, 
Yes No Available to 
support groups, 
Me 
speakers) 
-
5 4 3 2 1 X 
-
How satisfied are you 
with the following 
Work/Life programs in 
your agency? 
79 79. Telework Neither No 
Very Satisfied Satisfied Dissatisfied Very Basis Satisfied nor Dissatisfied to 
Dissatisfied Judge 
80 80. Alternative Work Neither No 
Schedules (AWS) Very Satisfied Satisfied Dissatisfied Very Basis Satisfied nor Dissatisfied to 
Dissatisfied Judge 
81 81. Health and Neither No 
Wellness Programs (for Very Satisfied Satisfied Dissatisfied Very Basis Satisfied Dissatisfied 
example, exercise, nor to 
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medical screening, quit Dissatisfied Judge 
smoking programs) 
82 82. Employee Neither No 
Assistance Program Very Satisfied Satisfied Dissatisfied Very Basis (EAP) Satisfied nor Dissatisfied to 
Dissatisfied Judge 
83 83. Child Care Neither No Programs (for example, Very Satisfied Very Basis daycare, parenting Satisfied Dissatisfied 
classes, parenting Satisfied nor Dissatisfied to Dissatisfied Judge 
support groups) 
84 84. Elder Care Neither No 
Programs (for example, Very Satisfied Satisfied Dissatisfied Very Basis 
support groups, Satisfied nor Dissatisfied to 
speakers) Dissatisfied Judge 
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Appendix B 
FEVS Survey Questions 2016-2017 
Item Number and Text Data Value and Label 
My Work Experience 5 4 3 2 1 X 
1 I am given a real 
Neither 
opportunity to improve Strongly 
Agree Agree nor Disagree Strongly 
my skills in my Agree Disagree 
organization. Disagree 
2 I have enough information 
Strongly 
Neither 
Strongly 
to do my job well. Agree Agree nor Disagree 
Agree 
Disagree Disagree 
3 I feel encouraged to come Strongly Neither Strongly 
up with new and better Agree Agree nor Disagree 
ways of doing things. Agree Disagree Disagree 
4 My work gives me a Strongly Neither Strongly 
feeling of personal Agree Agree nor Disagree 
accomplishment. 
Agree 
Disagree 
Disagree 
5 I like the kind of work I do. Strongly Neither Strongly 
Agree Agree nor Disagree Agree 
Disagree 
Disagree 
6 I know what is expected of Strongly Neither Strongly 
me on the job. Agree Agree Agree nor Disagree Disagree 
Disagree 
7 When needed I am willing Strongly Neither Strongly 
to put in the extra effort to Agree Agree nor Disagree 
get a job done. Agree Disagree Disagree 
8 I am constantly looking for Strongly Neither Strongly 
ways to do my job better. Agree Agree nor Disagree Agree 
Disagree 
Disagree 
9 I have sufficient resources Neither Do (for example, people, Strongly 
Agree Agree nor Disagree Strongly Not 
materials, budget) to get Agree Disagree 
my job done. Disagree Know 
10 My workload is 
Strongly Neither Strongly Do 
reasonable. Agree Agree nor Disagree Not 
Agree 
Disagree Disagree Know 
11 My talents are used well in Strongly Neither Strongly Do 
the workplace. Agree Agree nor Disagree Not Agree 
Disagree Disagree Know 
12 I know how my work Strongly Neither Do 
relates to the agency's Agree Agree nor Disagree Strongly Not 
goals and priorities. Agree Disagree Disagree Know 
13 The work I do is important. Strongly Neither Strongly Do Agree Agree nor Disagree Not Agree Disagree Disagree Know 
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14 Physical conditions (for 
example, noise level, 
temperature, lighting, 
Strongly Neither Do 
cleanliness in the Agree Agree nor Disagree Strongly Not 
workplace) allow Agree Disagree Disagree Know 
employees to perform 
their jobs well. 
15 My performance appraisal Neither Do 
is a fair reflection of my Strongly Agree Agree nor Disagree Strongly Not 
performance. Agree Disagree Disagree Know 
16 I am held accountable for Strongly Neither Do 
achieving results. Agree Agree nor Disagree Strongly Not Agree Disagree Disagree Know 
17 I can disclose a suspected 
violation of any law, rule Strongly Neither Strongly Do 
or regu lation without fear Agree Agree Agree nor Disagree Disagree Not 
of reprisal. Disagree Know 
18 My training needs are Strongly Neither Strongly Do 
assessed. Agree Agree nor Disagree Not Agree Disagree Disagree Know 
19 In my most recent 
performance appraisal, I No 
understood what I had to Strongly Neither Strongly Basis do to be rated at different Agree Agree nor Disagree 
performance levels (for Agree Disagree Disagree to 
example, Fully Successful, Judge 
Outstanding). 
Item Number and Text Data Value and Label 
My Work Unit 5 4 3 2 1 X 
20 The people I work with Strongly Neither Strongly 
cooperate to get the job Agree Agree nor Disagree 
done. Agree Disagree Disagree 
21 My work unit is able to Strongly Neither Strongly Do 
recruit people with the Agree Agree Agree nor Disagree Disagree Not 
right skills. Disagree Know 
22 Promotions in my work Strongly Neither Strongly Do 
unit are based on merit. Agree Agree Agree nor Disagree Disagree Not Disagree Know 
23 In my work unit, steps are Neither Do 
taken to deal with a poor Strongly Agree Agree nor Disagree Strongly Not performer who cannot or Agree Disagree 
will not improve. Disagree Know 
24 In my work unit, 
Neither differences in Strongly Strongly Do 
performance are Agree Agree Agree nor Disagree Disagree Not 
recognized in a meaningful Disagree Know 
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way. 
25 Awards in my work unit 
depend on how well Strongly Neither Strongly Do 
employees perform their Agree Agree Agree nor Disagree Disagree Not 
jobs. Disagree Know 
26 Employees in my work unit Strongly Neither Do 
share job knowledge wit h Agree Agree nor Disagree Strongly Not 
each other. Agree Disagree Disagree Know 
27 The skill level in my work Strongly Neither Do 
unit has improved in the Agree Agree nor Disagree Strongly Not 
past yea r. Agree Disagree Disagree Know 
28 How would you rate the 
overall quality of work Very Good Fair Poor Very Poor 
done by your work unit? Good 
Item Number and Text Data Value and Label 
My Agency 5 4 3 2 1 X 
29 The workforce has the job-
relevant knowledge and Strongly Neither Strongly Do 
skills necessary to Agree Agree nor Disagree Not 
accomplish organizational Agree Disagree Disagree Know 
goals. 
30 Employees have a feeling Neither Do 
of personal empowerment Strongly 
Agree Agree nor Disagree Strongly Not 
with respect to work Agree Disagree Disagree Know processes. 
31 Employees are recognized St rongly Neither Strongly Do for providing high quality Agree Agree nor Disagree Not 
products and services. Agree Disagree Disagree Know 
32 Creativity and innovat ion Strongly Neither Strongly Do 
are rewarded. Agree Agree nor Disagree Not Agree Disagree Disagree Know 
33 Pay raises depend on how Strongly Neither Strongly Do 
well employees perform Agree Agree nor Disagree Not 
their jobs. Agree Disagree Disagree Know 
34 Policies and programs 
promote diversity in the 
workplace (for example, Strongly Neither Strongly Do 
recruiting minorities and Agree Agree nor Disagree Not 
women, training in Agree Disagree Disagree Know 
awareness of diversity 
issues, mentoring). 
35 Employees are protected Strongly Neither Strongly Do from health and safety Agree Agree nor Disagree Not 
hazards on t he job. Agree Disagree Disagree Know 
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36 My organization has Neither Do 
prepared employees for Strongly Agree Agree nor Disagree Strongly Not 
potential security threats. Agree Disagree Disagree Know 
37 Arbitrary action, personal 
favoritism and coercion for Strongly Neither Strongly Do 
partisan political purposes Agree Agree Agree nor Disagree Disagree Not 
are not tolerated. Disagree Know 
38 Prohibited Personnel 
Practices (for example, 
illegally discriminating for 
or against any 
employee/applicant, 
Strongly Neither Strongly Do 
obstructing a person's Agree Agree nor Disagree Not 
right to compete for Agree Disagree Disagree Know 
employment, knowingly 
violating veterans' 
preference requirements) 
are not tolerated. 
39 My agency is successfu l at Strongly Neither Strongly Do 
accomplishing its mission. Agree Agree nor Disagree Not 
Agree 
Disagree 
Disagree 
Know 
40 I recommend my Strongly Neither Strongly 
organization as a good Agree Agree Agree nor Disagree Disagree 
place to work. Disagree 
41 I believe the results of this Neither Do 
survey will be used to Strongly 
Agree Agree nor Disagree Strongly Not 
make my agency a better Agree 
Disagree 
Disagree Know 
place to work. 
Item Number and Text Data Value and Label 
My Work Experience 5 4 3 2 1 X 
42 My supervisor supports Strongly 
Neither Strongly Do 
my need to balance work Agree Agree nor Disagree Not 
and other life issues. Agree Disagree Disagree Know 
43 My supervisor provides Neither Do 
me with opportunities to Strongly 
Agree Agree nor Disagree 
Strongly 
Not 
demonstrate my Agree Disagree Disagree Know 
leadership skills. 
44 Discussions with my Neither Do 
supervisor about my Strongly Agree Agree nor Disagree Strongly Not 
performance are Agree Disagree 
worthwhile . 
Disagree Know 
45 My supervisor is Neither Do 
committed to a workforce Strongly 
Agree Agree nor Disagree Strongly Not 
representative of all Agree Disagree 
segments of society. Disagree Know 
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46 My supervisor provides 
Neither 
me with constructive Strongly Strongly Do 
suggestions to improve my Agree Agree Agree nor Disagree Disagree Not 
job performance. Disagree Know 
47 Supervisors in my work Strongly Neither Strongly Do 
unit support employee Agree Agree nor Disagree Not 
development. Agree Disagree Disagree Know 
48 My supervisor listens to Strongly Neither Strongly 
what I have to say. Agree Agree nor Disagree Agree 
Disagree Disagree 
49 My supervisor treats me Strongly Neither Strongly 
with respect. Agree Agree nor Disagree Agree Disagree Disagree 
50 In the last six months, my Neither 
supervisor has talked with Strongly Agree Agree nor Disagree Strongly 
me about my Agree Disagree 
performance. Disagree 
51 I have trust and Strongly Neither Strongly 
confidence in my Agree Agree nor Disagree 
supervisor. Agree Disagree Disagree 
52 Overall, how good a job do 
you feel is being done by Very Good Fair Poor Very Poor your immediate Good 
supervisor? 
53 In my organization, senior 
leaders generate high Strongly Neither Strongly Do 
levels of motivation and Agree Agree Agree nor Disagree Disagree Not 
commitment in the Disagree Know 
workforce. 
54 My organization's senior Neither Do 
leaders maintain high Strongly Agree Agree nor Disagree Strongly Not 
standards of honesty and Agree Disagree Disagree Know 
integrity. 
55 Supervisors work well with Strongly Neither Strongly Do 
employees of different Agree Agree nor Disagree Not 
backgrounds. Agree Disagree Disagree Know 
56 Managers communicate Strongly Neither Strongly Do 
the goals and priorities of Agree Agree nor Disagree Not 
the organization. Agree Disagree Disagree Know 
57 Managers review and Neither Do 
evaluate the organization's Strongly Agree Agree nor Disagree Strongly Not progress toward meeting Agree Disagree 
its goals and objectives. Disagree Know 
58 Managers promote 
communication among Strongly Neither Strongly Do different work units (for Agree Agree nor Disagree Not 
example, about projects, Agree Disagree Disagree Know 
goals, needed resources). 
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59 Managers support 
Neither 
collaboration across work Strongly St rongly Do 
units to accomplish work Agree Agree Agree nor Disagree Disagree Not 
objectives. Disagree Know 
60 Overall, how good a job do 
you feel is being done by 
Very the manager directly Good Fair Poor Very Poor 
above your immediate Good 
supervisor? 
61 I have a high level of 
Neither Do 
respect for my Strongly Agree Agree nor Disagree Strongly Not 
organization's senior Agree Disagree 
leaders. Disagree Know 
62 Senior leaders Strongly Neither Strongly Do demonstrate support for Agree Agree nor Disagree Not 
Work/Life programs. Agree Disagree Disagree Know 
Item Number and Text Data Value and Label 
My Sat isfaction 5 4 3 2 1 
63 How satisfied are you with Neither 
your involvement in Very Satisfied Satisfied Dissatisfied Very 
decisions t hat affect your Satisfied nor Dissatisfied 
work? Dissatisfied 
64 How satisfied are you with Neither 
the information you Very Satisfied Very 
receive from management Satisfied Dissatisfied 
on what's going on in your Satisfied nor Dissatisfied Dissatisfied 
organization? 
65 How satisfied are you with Neither 
the recognit ion you Very Satisfied Satisfied Dissatisfied Very 
receive for doing a good Satisfied nor Dissatisfied 
job? Dissatisfied 
66 How satisfied are you with Neither 
the policies and practices Very Satisfied Satisfied Dissatisfied Very 
of your senior leaders? Satisfied nor Dissatisfied 
Dissatisfied 
67 How satisfied are you with Neither 
your opportunity to get a Very Satisfied Satisfied Dissatisfied Very better job in your Satisfied nor Dissatisfied 
organization? Dissatisfied 
68 How satisfied are you with Neither 
the train ing you receive Very Satisfied Satisfied Dissatisfied Very for your present job? Satisfied nor Dissatisfied 
Dissatisfied 
69 Considering everything, Very Neit her how satisfied are you with Satisfied Satisfied Dissatisfied Very Satisfied Dissatisfied your job? nor 
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70 Considering everything, 
how satisfied are you with Very Satisfied your pay? Satisfied 
71 Considering everything, 
how satisfied are you with Very Satisfied your organization? Satisfied 
Dissatisfied 
Neither 
Satisfied 
nor 
Dissatisfied 
Neither 
Satisfied 
nor 
Dissatisfied 
Dissatisfied 
Dissatisfied 
Very 
Dissatisfied 
Very 
Dissatisfied 
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